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Abstract 
The manager-employee communication is the basis of an effective management. Communication 
is sort of an executive skill. In this research, the aim is to determine how this skill affects the levels 
of job satisfaction and job commitment and whether there is a relationship between these 
concepts. The research was conducted by means of relational screening model and survey method 
was used in order to collect data. "Managerial communication skills scale" developed by Tanrıverdi 
and colleagues (2010) for health administrators was used in evaluating managerial communication 
skills. In the evaluation of job satisfaction of the employees was used 5 items that measure job 
satisfaction developed by Brown and Peterson (1994). The sample of the study consisted of 399 
people, of which 180 were female (45.1%) and 219 were male (54.9%), determined by random 
sampling method. The obtained data were analyzed by frequency analysis, T-test, cross table, 
simple and multiple regression models using SPSS 20.0 package program. Analyses have shown 
that there is a positive, bi-directional and moderate relationship between managerial 
communication skills and job satisfaction and job commitment levels; positive, bi-directional but 
weak relationship between job satisfaction and job commitment. According to the regression 
model developed according to research hypotheses, it is understood that managerial 
communication skills are effective in the level of job satisfaction and job commitment of 
employees. Analyses confirm all of the hypotheses. It has been proposed to increase the frequency 
and level of training given for the development of communication skills of managers. 
 
Keywords: Job satisfaction; job commitment; communication; communication skills; manager. 
  
 
1. Introduction 
            "The only thing that does not change is the change itself" said Heraclitus, who said that life 
is changing at all times. Change is an indispensable part of existence. Along with the increasing 
communication and globalization phenomenon brought about by the rapid change in technology, 
rapid changes are taking place in the cultural, political, social and economic fields all over the world. 
Rapid change processes have forced organizations to develop new strategies; in this sense new 
management paradigms have emerged. Today, the management paradigm involves a participatory 
process, including mutual interaction, transparent, open, fair, accountable, modern management 
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techniques (Örs & Tetik, 2010). Communication and information-based phenomena and processes 
are increasingly determining the social structure (Atabek, 2001). 
            Effective communication is a must to successfully perform executive and organizational 
activities and to ensure organizational integrity (Amur 2004: 118). The communication that the 
organization establishes with the employee is mostly conducted by managers. A good manager is a 
good communicator and a good management is based on good communication skills of the 
manager (Tanrıverdi et all., 2010). The organization will be able to achieve its goals only with 
dedicated employees to work and who have high job satisfaction. This is the ideal. That employees 
are satisfied with their jobs and they devote themselves to their jobs will benefit the organization. 
The question that needs to be asked at this point is this; does communication satisfaction with the 
manager and communication competence of the managers have any effect on the job satisfaction 
and job commitment levels of the employees? Are there any relationships between these concepts? 
The responses found will ease organizations to adapt to new management paradigms and change, 
be effective in their strategy developments. In this study, the concept of job satisfaction, job 
commitment and managerial communication skills are investigated; the relationship between these 
three concepts is questioned by analyzing the statistical data and then the research findings are 
evaluated. 
 
1.1. Job Satisfaction 
            Conceptually, with a lot of different definitions, job satisfaction, in general terms, explains 
the pleasure and happiness of one's work and the factors related to it. In other words, job 
satisfaction is a sum of one's work-related emotional reactions (Eğinli, 2009). Locke and Henne 
describe job satisfaction as "the state of emotional pleasure created by the experience of someone 
at workplace and values that he/she attributes to work" (Oshagbemi, 2003). According to Schultz 
(1998), working life is expressed as a quality measure. The most important characteristic of job 
satisfaction is that it is an emotional concept. For this reason, the most important thing for 
managers to do is to help their employees reach their highest level of satisfaction (İşcan, & 
Timuroğlu, 2007). The positive attitude of employees towards their work increases the level of 
happiness and allows positive results such as attachment to job, productive work, drop in labor 
turnover rate (Yüksel, 2002). Job dissatisfaction can lead people to have negative feelings and 
creates psychological anxiety in the workplace. This can cause the unwanted behaviors within the 
organization such as boredom, leaving work, absenteeism and fighting (Özkaya & al., 2008). Job 
satisfaction is closely related to employee motivation. Depending on the level of motivation of the 
employees, it can be mentioned that the job satisfaction is high or low (Yılmaz & Altınkurt, 2012; 
Can, 2016). The functions of communication in management are control, motivation, expression of 
emotions and thoughts, knowledge acquisition and information sharing (Robbins, 2003). Effective 
communication between the employees and the manager is thought to increase the motivation of 
the employees and increase the job satisfaction in individuals. For this reason, the most important 
thing for managers to do is to help their employees reach their highest level of satisfaction (İşcan, & 
Timuroğlu, 2007). The positive attitude of employees towards their work increases the level of 
happiness and allows positive results such as attachment to job, productive work, drop in labor 
turnover rate (Yüksel, 2002). Job dissatisfaction can lead people to have negative feelings and 
creates psychological anxiety in the workplace. This can cause the unwanted behaviors within the 
organization such as boredom, leaving work, absenteeism and fighting (Özkaya & al., 2008). Job 
satisfaction is closely related to employee motivation. Depending on the level of motivation of the 
employees, it can be mentioned that the job satisfaction is high or low (Yılmaz & Altınkurt, 2012). 
The functions of communication in management are control, motivation, expression of emotions 
and thoughts, knowledge acquisition and information sharing (Robbins, 2003). Effective 
communication between the employees and the manager is thought to increase the motivation of 
the employees and increase the job satisfaction in individuals. 
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1.2. Job Commitment (Identification) 
            In the literature, the concept of commitment is defined as a positive, satisfying and spiritual 
situation related to work which consists of vigor, dedication and concentration (Kimura, 2011). 
Greenhaus (1971) defines commitment as a work's importance in an individual's life and 
internalization of the ideology of the work. Conceptually, it is not a momentary and peculiar 
situation; it is a more persistent and widespread emotional-cognitive situation that does not focus 
on a single object, person or behavior (Schaufeli & al., 2002). A motivational factor that affects the 
performance of the organization and employees is generally seen as a part of internal motivation. It 
is that employees completely connect themselves to a role (Rich, Lepine and Crowford, 2010); put 
their "hands, mind, and heart" into action to bring out high work performance (Ashforth & 
Humphrey, 1995). Job commitment has an effect on the formation of an effective organizational 
structure by allowing the employee to approach the work with self-sacrifice (Kahn, 1990). It was 
observed that employees with higher levels of job commitment had higher levels of job satisfaction, 
higher organizational commitment, and lower intention to leave the job (Demerouti & Bakker, 
2004, Schaufeli & Bakker, 2004; Can, 2012). The high level of job satisfaction of individuals will 
increase the job satisfaction and will show itself as an effective factor in individuals' dedication to 
the job. Job commitment is not only a factor that leads to employee performance and 
organizational performance but also a concept that should be considered as a factor affecting 
employee attitudes at the individual level (Özyılmaz & Süner, 2015). The sense of commitment 
emanates as a strong emotion that completely seizes the person in a vital sense. It is included in 
employee profiles that managers target and desire. Achieving this goal depends on many factors as 
well as on how managers use their communication methods. 
 
1.3. Managerial Communication Skills 
            Manager is the person who is responsible for managing people, who come together for a 
specific purpose, in a cooperative, effective and productive manner (Erdoğan, 2000). It is primarily 
the manager's job to achieve the goal of the management process. Communication between the 
manager and the employee forms the basis of an effective management approach (Karabey & 
Karcıoğlu, 2008). Among the success criteria of the manager, the ability to use the communication 
ability is seen as an important factor and the manager has to have the skills such as leadership, 
motivation, communication in addition to the classical management functions. According to 
Shonner (1949), communication is all the processes in which an individual can affect the other. 
Whether written or spoken, it is the core of communication that the message has a meaning in the 
receiver or affect the receiver, in other terms. Through communication, members of the 
organization clarify the concepts and ideas in their minds, understand and influence others (Munter, 
1987). Communication requires not only the transfer of meaning, but also the understanding of this 
meaning (Robbins, 1998). For this reason, communication is a managerial skill in a sense. Modern 
management concept envisages a continuous, scientific and systematic communication system for 
the multidimensional and environmental relations of organizations (Halis, 2000). This 
communication system was described by Greenberg and Baron as "a social glue that holds the 
organization together". Ensuring the efficient functioning of the system and evaluating the 
feedbacks should be seen as the primary tasks of the manager. The term "governance", which has 
been widely used in the literature in recent years, has emerged as a requirement of the stated 
function of the manager. It refers to a participatory form of government based on the interaction of 
governance sides derived from the combination of management, interaction and communication 
terms. Interaction is only possible with effective communication (Koçel, 2010). 
            In the light of all these, it is anticipated that the better the communication skills of 
managers, the more job satisfaction and job commitment. 
 
 
 
Paksoy, M., Soyer, F., & Çalık, F. (2017). The impact of managerial communication skills on the levels of job 
satisfaction and job commitment. Journal of Human Sciences, 14(1), 642-652. doi:10.14687/jhs.v14i1.4259 
 
 
645 
2. The Purpose of the Research 
            It was aimed to determine whether the managerial communication skills have any effect on 
the job satisfaction and job commitment levels of the employees and whether there is any relation 
between the mentioned concepts. 
 
3. Method 
            In this part of the study, the model of the research, the universe and the sample, the data 
collection tools, the analysis of the data and the findings are included. 
3.1. The Method of the Research 
            It was attempted to determine whether the managerial communication skills have any effect 
on the job satisfaction and job commitment levels of the employees and whether there is any 
relation between the mentioned concepts The research was conducted in a relational screening 
model aimed at determining the presence and degree of interchange between two or more variables 
(Karasar, 2012). The managerial communication skills were evaluated in the "communication 
satisfaction with the manager" and "communication competence of the managers" subscales. 
Communication satisfaction with the manager, communication competence of the managers is the 
independent variables; job satisfaction and job commitment are used as dependent variables. The 
source model for research hypotheses is presented in Figure 1. 
 
Managerial Communication Skills 
 
 
 
 
 
 
 
                                           
                                        Figure 1: Research Model 
 
 
 
3.2. Universe-Sample 
            The universe of the research is composed of teachers and administrators working in the 
secondary education level attached to the Ministry of National Education in Hakkari province in 
2016-2017 education year. The sample of the study is a total of 399 persons, of which 181 are 
women (45.4%) and 218 are men (54.6%), determined by random sampling method. 
3.3. Collection and Analysis of the Data 
            Survey technique was used as the data collection tool in the research. Surveys were delivered 
directly to the participants. The prepared questionnaire consists of four parts; personal and 
demographic characteristics, jo commitment, managerial communication skills and job satisfaction. 
"Managerial communication skills scale" developed by Tanrıverdi and colleagues (2010) for health 
administrators was used in evaluating managerial communication skills. The scale consists of 16 
items and three subscales namely "communication satisfaction with the manager", "communication 
competence of managers", "message level and perception". "Communication satisfaction with the 
manager" and "communication competence of the managers" subscales were used in the research. 
Internal consistency coefficients (Cronbach's alpha) were 0.884 for communication satisfaction; 
0.906 for communication competence and 0.932 for both subscales. 
 
Communication Competence of 
the Managers 
Communication Satisfaction with 
the Manager 
Job Satisfaction  
Job Commitment 
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            In the evaluation of job satisfaction of the employees, there are 5 items that measure job 
satisfaction developed by Brown and Peterson (1994) (Bağcı, 2014). The internal consistency 
coefficient (Cronbach's alpha) of the scale was 0.837. 
            In assessing the level of job commitment of employees, there are four items that measure 
job commitment level (integration, identification) developed by Britt et al. (2001). The internal 
consistency coefficient (Cronbach's alpha) of the scale was calculated as 0.757. 
            In the evaluation of the alpha coefficient, the data obtained according to the criteria 
indicated show that the questionnaire is very reliable (Özdamar, 2004). All of the scales were 
assessed with a 7-point Likert scale (1 = never, 7 = always). The survey consisted of 22 items in 
total, with 13 items of managerial communication skills, 5 items of job satisfaction, and 4 items of 
dedication to work. SPSS 20.0 package program was used in the analysis of the data. The obtained 
data were analyzed using frequency analysis, t test, cross table, simple and multiple regression 
models. The results were evaluated at a significance level of 0.05. 
3.4. Hypotheses of the Research 
For the purpose of the study, the following hypotheses were developed: 
H1: There is a correlation between managerial communication skills and job satisfaction. 
H2: There is a correlation between managerial communication skills and job commitment. 
H3: There is a correlation between job satisfaction and job commitment. 
H4: Managerial communication skills have an impact on job satisfaction. 
H5: Managerial communication skills have an impact on job commitment. 
 
4. Findings 
            The data obtained on the basis of the application of the questionnaire were analyzed by the 
SPSS 20.0 program. The findings are explained in the tables below. 
 
Table 1.  Descriptive statistics of participants demographic characteristics 
Parameters Frequency Percentage (%) 
Age 
Age 18-24  
Age 25-31  
Age 32-38  
Age 39-> 
168 
127 
68 
36 
42.1 
31.8 
17.0 
09.0 
Gender 
Female 
Male 
181 
218 
45.4 
54.6 
Work Experience 
0-10 years 
11-20 years 
21-> years 
248 
112 
39 
 
62.2 
28.1 
9.8 
 
Job 
Preschool Teacher 
Form Teacher 
Branch Teacher 
Administrative Staff 
Administrators 
19 
42 
263 
37 
25 
4.9 
10.9 
68.1 
9.6 
6.5 
 
Table 2. Crosstab of age and gender 
  Female Male Total 
Age Age 18-24  
Age 25-31  
Age 32-38  
Age 39->  
90 
57 
24 
10 
78 
70 
44 
26 
168 
127 
68 
36 
 
Total  181 218 399 
 
 
            Table 1 shows the demographic characteristics of participants in the survey, table 2 shows 
the age and gender distribution of participants. According to the analysis of the tables, it was found 
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that 42.1% of the participants in the study is 90 women and 78 men in the age range of 18-24 years, 
31.8% is 57 women and 70 men in the age range of 25-31 years, 17.0% is 24 women and 44 men in 
the 32-38 age range, 9% is composed of 10 women and 26 men in the age range of 51 years and 
more. 62.2% of participants have work experience of 0-10 years, 28.1% 11-20 years, 9.8% 21 years 
and more. 68.1% of participants is branch teachers, 10.9% form teachers, 9.6% administrative staff, 
6.5% administrators and 4.9% preschool teachers. 
 
Table 3. Correlation analysis examining the relationship between managerial communication skills and job 
satisfaction and commitment 
  Managerial 
Communication 
Skills 
Communication 
Satisfaction 
Communication 
Competence 
Job  
Satisfaction 
Pearson Correlation 
Sig. (2-tailed) 
N 
,525** 
,000 
388 
,467** 
,000 
388 
,506** 
,000 
388 
Job 
Commitment 
Pearson Correlation 
Sig. (2-tailed) 
N 
,411** 
,000 
389 
,367** 
,000 
389 
,397** 
,000 
389 
**. Correlation is significant at the 0.01 level (2-tailed). 
 
            Correlation analysis is done to reveal the direct expression of the relationship between two 
variables (Köksal, 1994). The correlation coefficient is a value that measures the degree of linear 
relation between two variables and varies from -1 to +1. The fact that r is close to -1 indicates that 
there is a very strong positive linear relationship between these variables and closeness to +1 
indicates a very strong positive linear relationship. If r is greater than 0.70 as an absolute value, it is 
possible to make an interpretation that the linear relationship is strong (Altunışık, Coşkun, 
Bayraktaroğlu, Yildirim, 2010: 227). When Table 3 is examined in the light of this information, 
there is a positive, bi-directional and moderate relationship between managerial communication 
skills and job satisfaction at 0.525**; a positive, bi-directional and moderate relationship between 
the subscales communication satisfaction and job satisfaction at 0,467**; a positive, bi-directional 
and moderate relationship between communication competence and job satisfaction at 0,506**; a 
positive, bi-directional and moderate relationship between managerial communication skills and job 
commitment at 0,411**; a positive, bi-directional and weak relationship between the subscales 
communication satisfaction and job commitment at 0,367**; and a positive, bi-directional and weak 
relationship between communication competence and job commitment. According to this 
information, Hypothesis 1 and Hypothesis 2, which include the suggestion "There is a correlation 
between managerial communication skills and job satisfaction", "There is a correlation between managerial 
communication skills and job commitment.", are accepted. 
 
Table4. Correlation analysis examining the relationship between job satisfaction and job commitment 
  Job Satisfaction 
Job Commitment 
Pearson Correlation 
Sig. (2-tailed) 
N 
,288** 
,000 
388 
**. Correlation is significant at the 0.01 level (2-tailed). 
 
            When Table 4 is examined, it is seen that there is a positive, bi-directional but weak 
relationship between job satisfaction and job commitment at 0,288**. Therefore, Hypothesis 3, 
which includes the suggestion "There is a correlation between job satisfaction and job commitment", is 
accepted.  
            Tables 5 and 6 show the results of a simple and multiple linear regression analysis of 
whether managerial communication skills affect the job satisfaction and job commitment levels of 
employees. 
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Table5. Regression analysis examining the effect of managerial communication skills on job satisfaction 
Variables Beta t Sig. R R2 F Sig.F Result 
Constant 2,110 8,094 ,000      
Managerial 
Communicati
on Skills 
,581 12,115 ,000     Accepted 
    ,525 ,275 146,761 ,000  
Regression Model Y1(Job Satisfaction)= 2.110 + 0.581(Managerial Communication Skills) 
 
            Regression analysis is a method for examining the relationship between dependent 
variable(s) and independent variable(s) (Özdamar, 2013). According to the regression model based 
on research hypotheses, job satisfaction is taken as a dependent variable and managerial 
communication skills is taken as an independent variable in Table 5. Statistical significance of the 
model is tested by ANOVA analysis. Because of Sig.F <0,05, it is seen that the model is statistically 
significant. Looking at the R2 values, which describes the variation of the independent variable over 
the dependent variable, R2 is calculated to be .275. According to this, managerial communication 
skills account for 27.5% of total variance related to job satisfaction. According to Sig. values (P 
<0.05), it is determined that managerial communication skills have an effect on job satisfaction of 
employees. In order to expand this interpretation, the effects of the subscales manager 
communication satisfaction and communication competence on job satisfaction are examined with 
multiple regression analysis in Table 6. 
 
Table 6. Regression analysis examining the effect of communication competence and communication 
satisfaction on job satisfaction 
Variables Beta t Sig. R R2 F Sig.F Result 
Constant 2,124 8,156 ,000      
Communication 
Competence 
,348 5,704 ,000     Accepted 
Communication 
Satisfaction 
,228 3,491 ,001 ,528 ,279 74,599 ,000  
Regression Model Y1(Job Satisfaction)= 2,124 + 0,348(Communication Competence)+ ,228(Communication Satisfaction) 
 
            According to the data of Table 6, it is seen that the value of R2 is calculated as .279. 
According to this, it can be said that 27.9% of the total variance related to communication 
competence and communication satisfaction is met by job satisfaction. According to Sig. values (P 
<0.05), communication competence and communication satisfaction are found to have an effect on 
job satisfaction. In addition, managerial communication competence is more influential on job 
satisfaction (β = .348 and β = .228).  
            Hypothesis 4, which includes the suggestion that "Managerial communication skills have an effect 
on job satisfaction" is accepted as the result of this information. 
            In Table 7 below, simple linear regression analysis is used to examine whether managerial 
communication skills have an effect on job commitment. 
 
Table 7. Regression analysis examining the effect of managerial communication skills on job commitment 
Variables Beta t Sig. R R2 F Sig.F Result 
Constant 3,227 12,833 ,000      
Managerial 
Communication 
Skills 
,410 8,871 ,000     Accepted 
    ,411 ,169 78,694 ,000  
Regression Model Y1(Job Commitment)= 3,227 + 0,410(Managerial Communication Skills) 
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            According to the data of Table 7, it is seen that the value of R2 is calculated as .169. 
According to this, managerial communication skills account for 16.9% of total variance related to 
job commitment. According to Sig. values (p <0.05), managerial communication skills are found to 
have an effect on job commitment. However, when the data are analyzed, it is seen that this effect 
is lower than the effect on job satisfaction (β = .410 and β = .581). 
            Managerial communication competence seems to have more influence on job satisfaction 
(β = .348 and β = .228). In order to be able to expand our interpretation, the effects of the 
subscales manager communication satisfaction and communication competence on job 
commitment are examined with multiple regression analysis in Table 8. 
 
Table 8. Regression Analysis Examining the Effect of the Communication Competence and Communication 
Satisfaction on Job Commitment 
Variables Beta t Sig. R R2 F Sig.F Result 
Constant 3,236 12,864 ,000      
Communication 
Competence 
,245 4,150 ,000     Accepted 
Communication 
Satisfaction 
,163 2,573 ,010 ,414 ,171 39,931 ,000  
Regression Model Y1(Job Commitment)= 3,236 + 0,245(Job Competence)+ ,163(Job Satisfaction) 
 
            When the data in Table 8 are examined, it is seen that the R2 value is calculated as .171. 
Accordingly, managerial communication skills account for 17.1% of the total variance related to job 
commitment. It appears that managerial communication competence has more influence on job 
commitment (β = .245 and β = .163). 
            Hypothesis 5, which includes the suggestion that "Managerial communication skills have an effect 
on job commitment", is accepted as the result of evaluation of the data. 
 
5. Discussion, Results and Recommendations 
            Organizational communication, which expresses the communication mechanisms and 
processes that occur among the employees in the organization, is seen as an important tool used to 
influence the behavior of individuals (Ellis, 1976). There is not much work in the literature on how 
the communication skills of managers influence the employees, even though communication inside 
the organization has been the subject of many academic studies. Karabey and Karcığlu also pointed 
out the same point in their work and stated that despite the fact that there are some studies on the 
effect of the managers' communication on the work results of the employees (e.g.: Yüksel, 2005; 
Eronat, 2004, Minister and Büyükbeşe, 2004), not sufficient attention has been drawn to the 
subject. 
            In the research, it is attempted to determine how the degree of managers' use of 
communication skills affects the level of job satisfaction and job commitment of employees and 
whether there is any relation between these concepts. The relationship between managerial 
communication skills, job satisfaction and job commitment variables is tested by correlation 
analysis (Table 3). Accordingly, there is a positive, bi-directional and moderate relationship between 
managerial communication skills and job satisfaction at 0.525**; a positive, bi-directional and 
moderate relationship between the subscales communication satisfaction and job satisfaction at 
0,467**; a positive, bi-directional and moderate relationship between communication competence 
and job satisfaction at 0,506**; a positive, bi-directional and moderate relationship between 
managerial communication skills and job commitment at 0,411**; a positive, bi-directional and 
weak relationship between the subscales communication satisfaction and job commitment at 
0,367**; and a positive, bi-directional and weak relationship between communication competence 
and job commitment. According to this information, Hypothesis 1 "There is a correlation between 
managerial communication skills and job satisfaction", Hypothesis 2 "There is a correlation between managerial 
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communication skills and job commitment." and Hypothesis 3 “There is a correlation between job satisfaction and 
job commitment” are accepted. 
            It was tested by simple and multiple linear regression analyzes whether managerial 
communication skills are influential on job satisfaction and job commitment levels of employees. 
The statistical significance of the regression model that was formed by taking research hypotheses 
into consideration was tested by ANOVA analysis. For Sig.F<0.05, the model is found to be 
significant. Looking at the R2 values, which describe the variation of the independent variable over 
the dependent variable, R2 was calculated to be .275. According to this, managerial communication 
skills account for 27.5% of total variance related to job satisfaction. According to Sig. values 
(p<0.05), it was determined that managerial communication skills have an effect on job satisfaction 
of employees. In order to extend this interpretation, we investigated the effects of multiple 
regression analysis and the subscales on managerial communication satisfaction and 
communication competence on job satisfaction. The R2 value is calculated to be .279. Accordingly, 
communication competence and communication satisfaction account for 27.9% of total variance 
related to job satisfaction. According to Sig. values (p<0.05), communication competence and 
communication satisfaction are found to have an effect on job satisfaction. In addition, managerial 
communication competence is more influential on job satisfaction (β= .348 and β= .228). 
Hypothesis 4, which includes the suggestion that "Managerial communication skills have an effect on job 
satisfaction", is accepted as the result of this information. 
            It has been examined with simple linear regression analysis whether managerial 
communication skills have an effect on job commitment. The R2 value, according to the analysis, 
has been calculated as 169. Under these circumstances, it seems that managerial communication 
skills meet 16.9% of the total variance related to job commitment. According to Sig. values 
(p<0.05), managerial communication skills have been found to have an effect on job commitment. 
However, when the data are examined, it is understood that this effect is lower than the effect on 
job satisfaction (β=.410 and β=.581). 
            When the data is analyzed, it is seen that manager communication competence has more 
effect on job satisfaction (β= .348 and β= .228).  
            The effect of the subscales manager communication satisfaction and communication 
competence on job commitment has been tested by multiple regression analysis. The R2 value is 
calculated as .171. Accordingly, managerial communication skills account for 17.1% of the total 
variance related to job commitment. It appears that manager communication competence has more 
influence on job commitment (β=.245 and β=.163). Hypothesis 5, which includes the suggestion 
that "Managerial communication skills have an effect on job commitment", is accepted as the result of 
evaluation of the data. 
            Downs and Hazen, 1977; Pincus, 1986; Meyer and Allen, 1991; Karabey and Karcıoğlu, 
2008; Match, 2010; Tanrıverdi et al., 2010; Aydogan and Kaşkaya, 2010; Ünler et al., 2014 are seen 
as studies that directly or indirectly support our findings. It has been emphasized in the studies that 
managerial communication skills have an effect on employee motivation, managers' communication 
skills have a key role in reaching the goal of the managerial process, employees who have better 
communication with managers and higher job satisfaction have lower intention to leave the job and 
there is a positive relationship between job satisfaction and managerial communication skills. The 
feature that distinguishes our work from other work in the related field is that it examines whether 
managerial communication skills have an effect on job commitment as well as job satisfaction. 
            It is important for the people in any managerial position at any stage to be able to 
adequately use the communication methods and to ensure the continuity of the communication 
methods. It is incontrovertibly high what positive values employees with high job satisfaction and 
commitment add to the organization. For this purpose, it is suggested to increase the frequency and 
level of trainings given to improve the communication skills of managers. 
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